Introduction
In the fast changing global market, all organizations have to face challenges and able to grab the opportunities; the dynamic organizations are surviving in the competition by making necessary changes in the working environment and policies. The organizations need to have competent work force for constant improvement for achieving higher productivity. For any organization the success depends upon recruitment of individual, motivating and retaining of current workforce to maintain the organizational status in the competitive environment.
Quality of Work Life (QWL) is the favorable working conditions and workplace environment that enhance employee satisfaction by providing growth opportunity, job security and with rewards. QWL can be defined as the process of employees needs were addressed by an organization and the employees were included in the decision making process. QWL can be expressed as the degree to which organizational members able to satisfy their important needs through with their experiences in the organization. QWL emphasizes to identify and to improve the quality of professional and personal life of the employees.
QWL can be viewed as an individual's evaluation of working life. When the employees has positive feelings towards the job and his prospects, is motivated and performs well. Many researchers experienced and demonstrated that improvement in quality of work life will increase in productivity and overall organizational effectiveness as also reducing absenteeism, grievances and industrial accidents.
II.
Literature Review Walton (1973) suggested eight major areas to understand Quality of Work Life (QWL). They were fair and adequate compensation, healthy and safe working conditions, human competency developments, growth and security, social integration, constitutionalism, total life space and social relevance of work life. Lawler (1982) conception was Quality of Working Life fundamentally related to well-being of employees and it was differentiated from job satisfaction. Quality of Working Life solely represents the workplace domain. Straw & Heckscher (1984) were studied factors contribute to QWL. They identified remuneration, healthy working conditions and social integration in the organization that enables individual to develop and deliver all his or her capacities; it enables the employees are the most important resources to the organization, by this they are responsible, trustworthy, and making valuable contribution and should be treated with respect and dignity. Chander & Singh (1983) were indicating the influencing factors towards QWL from various other scholars conducted on quality of work life, which includes employment conditions, secured employment, income adequacy, sharing of profits, stock options, rewards, employee autonomy, commitment, social interaction, self-expression, self-esteem, satisfaction, democracy, involvement, career advancement, job enrichment, relationships with supervisors and peers. Quality of Working Life is a holistic concept, which considers work-based factors such as job satisfaction, satisfaction with wages and relationships with work colleagues and includes factors that predict the life satisfaction and general feelings of well-being. Worrall & Cooper (2006) found in their recent survey showed that a lower level of well-being at work place was not good for organization. It leads to overall production loss and it increases in the long run. Muqtada et al., (2002) asserted that workers had their common complaints related to wage and working conditions. Management has to concentrate and make them to feel better. The major factors were such as working hours, working lunch, and late attendance. If the workers perceived that management pays them low and inadequate wages, less number of days in leave, long working hour without compensation and strict on late attendance. These issues create disputes and leads to job dissatisfaction.
Gupta & parul (2010) studied on Quality of Work Life of telecom sector employees and examined whether and how the Quality of Work Life affects the level of satisfaction of employees of telecom sector. Found that factors related to Quality of Work Life are influencing the job satisfaction and productivity. The factors has to be concentrated were fair compensation, adequate income, healthy working environment, safe working conditions, opportunity for personal development, opportunity for career growth, social integration, work force integration, social relevance of work constitutionalism in work organization and eminence of work life.
Sirgy et al., (2001) suggested spillover approach to Quality of Work Life. In this approach satisfaction on one life domain may influence in satisfaction of another life domain. Job satisfaction will affect other life domains such as financial, family, social, leisure, health and so on. There is balance of influence between and among life domains. Dissatisfaction in one domain is compensated by satisfaction in other domain. Wilensky (1960) some people's lives are more connected from one life domain to another life domains. Some people's maintaining segmented lives, some domains are not connected well. It indicated that little level of spillover from one domain to another domain. Watson et al.,(1985) there are two kinds of moods and emotions people tend to bring in the workplace; with these while performing their jobs in the organization employees tend to experience positive affectivity and negative affectivity. Positive affectivity employees reflect enthusiastic feeling, active and alert but negative affectivity employees experiencing subjective distress and unpleasant nervousness. Nazir et al.,(2011) QWL is combination of policies, procedures, strategies and ambience relating to the workplace in order to achieve employee satisfaction by improving working conditions in the organizations. Lim (2008) Job satisfaction is important for employees as well as for the organization for its success because satisfied employees will be loyal to the organization. High level of QWL then the employees perceived high level of job satisfaction.
III. Research Methodology
In this study Spill Over theory was adopted and the Research Hypothesis were, Hypothesis 1: Perceived high level of QWL is higher the job satisfaction level Hypothesis 2: Perceived high level of QWL is higher the life satisfaction. Hypothesis 3: Perceived high level of QWL is higher the well-being. Hypothesis 4: Perceived high level of QWL is higher level of organizational commitment.
The measure of QWL questionnaire was having 34 items are based on the modified version developed by Sirgy et al (2001) . The six major contributing needs towards QWL was taken in to this study to measure QWL. The six needs were health & safety, family need, social need, esteem need, actualization need and knowledge need. The employees were requested to respond each item by 5 point Likert scale ranging 1 be the strongly disagree to 5 be the strongly agree.
Job satisfaction was measured by 5 items adopted from Agho etal. (1992) . the employees were requested to respond each item by 5 point Likert scale ranging 1 be the strongly disagree to 5 be the strongly agree.
Life satisfaction was measured by14 items related to other life domains of the employees. The items were taken from Andrews & Withey (1976) and Efraty & Sirgy (1990) . ). The employees were requested to respond each item by 5 point Likert scale ranging 1 be the strongly disagree to 5 be the strongly agree.
General well-being was measured by 12 items adopted from Goldberg (1978) . The employees were requested to respond which they experienced during the previous two months by 5 point Likert scale ranging 1 be the strongly disagree to 5 be the strongly agree.
Organisational commitment was measured by 8 items used by Allen & Meyer (1990) . The employees were requested to respond each item by 5 point Likert scale ranging 1 be the strongly disagree to 5 be the strongly agree.
A total of 227 subjects from chemical industries SIPCOT from cuddalore were participated in this study. A covering letter was attached with the questionnaire stating the confidentiality of their response and mentioned the objectives of the study. The participation in this study was made as voluntary. The questionnaire were distributed and collected personally.
IV. Data Analysis And Interpretations
There were 18 percent of respondents age were less than 25 years, 22 percent of respondents belong to 25 -30 age groups, 32 percent of respondents belong to 31 -40 age groups, 17 percent of respondents belong to 41 -50 age groups and 11percent of respondents belong to 51 years and above. 13 percent of respondent's education was ITI, 34 percent of respondents were Diploma holders, 32 percent of respondents were Undergraduates and 21 percent of respondents were Master's degree holders. The sample respondents were considered as fairly educated. 15 percent of the respondents were working in the current organization for less than one year, 31 percent of respondents were working in the current organization for the period of 1-3 years, 23 percent of respondents were working in the current organization for the period of 4 -6 years, 13 percent of respondents were working in the current organization for the period of 7 -9 years, 18 percent of respondents were working in the current organization for 10 years and above.
Table-1 presents the mean value, standard deviation and the reliability alpha value for the study variables. Among the six needs, Health and Safety need was highest on 5 point scale. Knowledge need was at the second position and Social need was at the third position. The standardized alpha values showing that the questionnaire was reliable and it has the ability to capture data for the study. The mean values for Job Satisfaction, Life satisfaction and General well-being are showing that all the companies were providing similar facilities and maintaining above average. It is a positive sign for the human resource practices in the industries. 2 shows that all the four variables were positively correlated with QWL. Job satisfaction is highly correlated with QWL and life satisfaction is second highest correlated with QWL. Job satisfaction and life satisfaction were showing strong positive correlation. This relationship is consistent with the previous studies by Rice et al., (1980) and Rain et al., (1991) . ** significant at 0.01 level (2-tailed) N=227 The multiple regression analyses were present in the table-3. The six needs (as measure of QWL) were taken as independent variables, job satisfaction, life satisfaction, general well-being and organizational commitment were taken as dependent variables.
From the regression analysis, the significant predictors for job satisfaction were family need, health & safety need and Knowledge need. A high level of satisfaction on knowledge need was a strong predictor for job satisfaction. The ability to develop professional skills and job skills is an important element for employees to feel the job satisfaction. Job security, higher level of wages and family needs were strongly related to job satisfaction. The results was showing that the stated relationship, Perceived high level of QWL is higher the job satisfaction level is significant. These results are congruent with previous studies by Porter (1961) , Hall et al., (1970) .
From the table-3, using spillover theories the hypothesis was stated as perceived high level of QWL is higher the life satisfaction. This hypothesis was accepted and the individual who perceiving higher QWL tend to experience life satisfaction. The result shows that esteem need was the prime predictor for life satisfaction.
Results from the regression analysis supports the stated hypothesis, perceived high level of QWL is higher the well-being. The satisfaction on needs spill over in to employees sense of well-being. The major predictor health and safety need is positively associated with general well-being. But the other two major predictors, family need and actualization need are negatively associated with general well-being. This negative relationship is explained by equity theory.
The regression result supports the hypothesis of perceived high level of QWL is higher level of organizational commitment. From the table -3, knowledge need predicts most of the variance in the organizational commitment. The organization has to full fill the learning and knowledge needs to get higher level of organizational commitment.
V. Conclusion
The analyses were supporting the stated hypotheses. It supports the spill over theory as employees satisfaction in one life domain is positively influence in other life domains. The needs are major contributor in QWL; sensing of QWL leads to sense job satisfaction, life satisfaction and general well-being. Fulfilling the needs of the employees by the organization can achieve higher level of QWL and organizational commitment from the employees.
